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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
1.0	INTRODUCTION OF THE STUDY TC "1.0 INTRODUCTION OF THE STUDY" \f C \l "1" 
1.1	. Introduction TC ". 1.1 Introduction" \f C \l "1" 
Motivation and employee engagement are closely related and important tools for realizing organizational competitive advantage, productivity, performance and success. Organizations are in deep need of motivated employees as it helps to achieve organizational objectives through unified direction of the group/teams, higher level of effectiveness and efficiency, elevated organizational commitment, optimum use of resources which help to build a performance oriented environment (Creative & Innovative), increases organization ability to face uncertain business challenges and employee retention and attraction for stable and continuous manpower supply (Chandrakant Varma, 2018). A motivation influences production and higher level of out puts, improved employee satisfaction, employee development, and retention and talent management.
Employee Engagement on the other hand, is a fundamental concept in the effort to understand and describe both qualitatively and quantitatively the nature of the relationship between an organization and its employee. An "engaged employee" is fully absorbed by and enthusiasm about his/her work. This enables an employee to take positive action to further the organization's reputation and interests. An engaged employee has a positive attitude towards the organization and its values. An organization with "high" employee engagement might, therefore, be expected to outperform those with "low" employee engagement. They are aware of business context, and works with colleagues to improve performance within the job for the benefit of the organization. It is a positive attitude held by the employees towards the organization and its values (Paul, E 2017). According to Institute for Employment Studies (2018) engagement can benefit the organization through employees’ commitment and education, advocacy, discerner efforts, using talents to the fullest and being supportive of organizational goals and values. 
However, due to lack of resources, incapacity and limited accountability, among others, local governments in Tanzania became ineffective institutions of fostering motivation and engagement to their employee especially primary and secondary school teachers. This reality discourages service delivery and reduces capacity of teachers to act as agents of social and economic development resulting from poor education performance.




1.2	Background of the study TC "1.2 Background of the study" \f C \l "1" 
The concept of motivation can be traced from ancient Greek from Socrates, Plato and Aristotle. Plato believed in a hierarchy organized as a dietary component, the emotional and the rational. Aristotle, for more than twenty years continued to affirm the hierarchy to be spiritual. The ancient Greeks presumed three components namely, the body's desires, pleasures and pains (senses and efforts of will and spirit) in a hierarchical arrangement for the first theoretical justification of the motivational activities (Pakdel, 2013).
Originally, motivation was analyzed as a singular determinant of human thoughts, feelings, and actions. It was quickly recognized, however, that motivation operates in concert with other determinants (e.g., cognition, affect, habits). This insight has allowed the psychology of motivation to progress to a very sophisticated level to answer the question as to which human needs are to be differentiated and how these needs manage to guide and energize people. It has also promoted considering the concept of goals (on top of incentives and expectations) which allowed a better understanding of action control; willpower is nowadays analyzed in terms of the effective (effortful and/or automatic) self-regulation of goal pursuit (Peter and Gabriele, 2015).
Today's organizations having engaged and well performed employees become greater challenges than ever before. Organizational leaders and managers must come up with best strategic, structural, financial, and operational changes to face the challenges and achieve competitive advantages through people. The ability to attract, engage, develop and retain talent will become increasingly important for gaining competitive advantage (Burke and Cooper, 2004). To achieve the goal of motivation and employee engagement critical thinking and integrated actions are highly needed. Thus companies struggle to create, develop and maintain employee engagement environment and culture in the organization. This is because engaged employees are focused, energetic, and fully involved in their jobs and highly motivated to direct their focused energy towards organizational goals. 
The rapid growing research on HRM has revealed positive relationship between motivation and employee engagement for the job and organizational performance. For example, at the individual level, employee engagement has been related to reduce burnout and lower levels of stress leading to greater work-life balance (Stairs, 2005). At the organizational level, employee engagement has been found to be related to reduction of turnover intentions and actual turnover, increase productivity, and improve customer satisfaction, sales growth, and shareholder return. 
Various studies have revealed the importance of employee engagement while indicating that the number of employees who are actively engaged in their work is relatively low. For instance, it was estimated that only 14-30% of employees in the United States are actively engaged at work (Welbourne, 2007). However, engaged employees are not naturally born, but can be developed by organizational support and practices. Engagement is not an event; rather it is a process and needs to be managed in a systematic way (Lockwood, 2007).
Therefore, creating, developing and maintaining employee engagement and performance has been an area of interest among many researchers and consultancy firms in the world today. The findings of this study are useful to any organization, irrespective of the type of business, to construct strong motivation and employee engagement and performance policy, plans and culture with combination of all factors of employee engagement and performance as influenced by motivation. This research has high value to anyone seeking better understanding in employee engagement to improve organization performance, success and sustainability.

1.3	Statement of the Research Problem TC "1.3 Statement of the Research Problem" \f C \l "1" 
In the modern world every organization both public and private owned struggle to achieve competitive advantage through people. However, the main challenge becomes how to motivate and influence employee engagement, performance, satisfaction and talent management. That fact influences the state of HRM in Tanzania especially teachers today appear to be of a greater concern to the government, community and other stakeholders. In addition to that motivation, employee engagement and performance become a basic agenda in many organizations in Tanzania, Africa and world at large. 
Since the two concepts (motivation and employee engagement) are very sensitive and crucial for the success and sustainable social, economic and political development. All policies, plans and strategic goals could be smoothly achieved with proper management and utilization of people who are directly connected to motivation, employee engagement and performance. A proper managing employee motivation in the organization has positive effect to employee engagement and eventually leads to the sustained achievements since an engaged employee is one who is fully involved in, and enthusiastic about his or her work (Paul, 2017).  In addition to that employee is the brain of any institutional competitive advantage, success, development and sustainability, thus for any organization to survive and smoothly grow, employee motivation and engagement must be recognized as basic tool within organizational strategic plans. This is because the whole process, mechanism and factors influencing employee motivation and engagement are always very technical, more psychological and varies according to time and situations. This study investigated how motivation affects the engagement and performance of primary and secondary school teachers in Rufiji District council. The study also focused on de-motivation factors affecting primary and secondary engagement and performance negatively. 

1.4 Objectives of the Study TC "1.4 Objectives of the Study" \f C \l "1" 
1.4.1 General Objective TC "1.4.1 General Objective" \f C \l "1" 
Generally, the study was intended to investigate the effects of motivation on primary and secondary school public teacher’s engagement and performance in Rufiji District Council (RDC).
1.4.2 Specific Objective TC "1.4.2 Specific Objective" \f C \l "1" 
1.	To examine the relationship between rewards and recognition on primary and secondary public school teachers engagement and performance in RDC.
2.	To analyze how job characteristics influence primary and secondary public school teachers engagement and performance in RDC.
3.	To evaluate how procedural and distributive justice encourage primary and secondary public school teachers engagement and performance in RDC.

1.5. Research questions TC "1.5. Research questions" \f C \l "1" 
1.5.1 General research question TC "1.5.1 General research question" \f C \l "1" 
The general question of the study is what the main effects are of motivation on primary and secondary school public teacher’s engagement and performance

1.5.2 Specific questions TC "1.5.2 Specific questions" \f C \l "1" 
The study intended to address three questions which are:
1.	What is a relationship between rewards and recognition on primary and secondary school public teacher’s engagement and performance in RDC?
2.	What are the main job characteristics influencing on primary and secondary school public teacher’s engagement and performance in RDC?





1.6 Significance and relevance of the Study TC "1.6 Significance and relevance of the Study" \f C \l "1"  
The study findings contribute knowledge to the field of human resource management especially creating, maintaining, developing and managing employee motivation and engagement. The study can be used as a reference for further studies in the field human resources management. The findings also help central and local government authorities, RDC in particular, to improve their management of employees through motivation and encouraging engagement and performance. The study findings bring challenge and help education management institutions, stakeholders and general public in the concern of primary and secondary school teachers’ motivation, engagement and performance. Lastly, the study contribute to expand planning and management skills, techniques and strategies which are used to guide decision making for both local government and central government on the approaches of managing primary and secondary school teachers in the Tanzania.

1.7 Scope of the Study TC "1.7 Scope of the Study" \f C \l "1" 
The study examined the impact of motivation on employee engagement and performance by assessing both motivation and de-motivation factors in relation to primary and secondary school teacher’s engagement and performance.  A comparison was made between motivated and well engaged teachers against non-motivated and disengaged teachers in relation to their performance, attendance, commitment, attitude to their job and employer in RDC. The researcher examined current approach used to motivate and create engagement and performance to teachers, indicators of engaged and motivated teachers as well as factors affecting performance and engagement among teachers in RDC. This study was conducted in RDC, Pwani region by involving primary and secondary government school teachers, management of teachers form district level to ward level and other important education stakeholders. The study was carried as a case study in 2019. 

1.8 Organization of the dissertation TC "1.8 Organization of the dissertation" \f C \l "1" 












CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
2.0 LITERATURE REVIEW TC "2. LITERATURE REVIEW" \f C \l "1" 
2.1 Overview TC "2.1 Overview" \f C \l "1" 
This chapter presents a review of related literature. The rest of this chapter is organized as follows. Section 2.2 presents’ conceptual definitions; section 2.3 states the theoretical review. Section 2.4 states the empirical studies. 2.5 present the research gap. Section 2.6 provides conceptual framework and Section 2.7 provides statement of the hypothesis.

2.2 Definitions of the concepts TC "2.2 Definitions of the concepts" \f C \l "1" 
2.2.1 Employee TC "2.2.1 Employee" \f C \l "1" 
According to business dictionary employee is an individual who works part-time or full-time under a contract of employment, whether oral or written, express or implied, and has recognized rights and duties. However, Duhamel’s Law Dictionary defines the term employee as a person who has agreed by contract to perform specified services for another, the employer, in exchange for money. Under that sense the word employee may be used interchangeable to mean labour, staff, worker or personnel.

2.2.2 Primary School TC "2.2.2 Primary School" \f C \l "1" 
Making reference to Merriam-Webster dictionary, primary school is a school usually including the first three grades of elementary school but sometimes also includes kindergarten. In addition to that, Wikipedia define primary school  as a school for children from about five to eleven years old, in which they receive primary or elementary education. It can also refers to both the physical structure (buildings) and the organization. For the case of Tanzania primary school, is the first step formal education starting from nursery school, standard one up to standard seven.

2.2.3 Secondary School TC "2.2.3 Secondary School" \f C \l "1" 
According to definitions.net secondary school is an educational institution where the second stage of the three schooling periods, known as secondary education and usually compulsory up to a specified age takes place. It follows elementary or primary education, and is sometimes followed by university education. The above definition is not far from that provided by dictionary.com which state describe secondary school as a high school  of corresponding grade, ranking between a primary school and a college or university. The educational institutions which provide education to people after completion of primary school education. In Tanzania the children who are enrolled to secondary schools acquire skills and knowledge starting from form 1-6. The secondary schools are divided into two classes namely, Ordinary Level (form 1-4) and Advanced level (form 5-6) URT, (1995).

2.2.4 Teacher TC "2.2.4 Teacher" \f C \l "1" 
There is no single agreed definition of the term teacher in the world of academicians. It may differ and be used depending upon the nature of surroundings, situation and level of knowledge delivered. According to Collins dictionary, a teacher is a person who teaches, usually as a job at a school or similar institution. In addition to that teacher is a person who teaches, especially in a school (Google.com).
A teacher or school teacher is a person who provides education for pupils and students. The role of teacher is often formal and ongoing, carried out at a school or other place of formal education. In many countries, a person who wishes to become a teacher must first obtain specified professional qualifications or credentials from a university or college. These professional qualifications may include the study of pedagogy, the science of teaching (Definitions.net).

2.2.5 Engagement TC "2.2.5 Engagement" \f C \l "1" 
There is no common and universal definition of the term employee engagement, however some scholar provide most useful meanings used in various literatures. Kahn (1990:694) defines employee engagement as “the harnessing of organization members’ selves to their work roles; in engagement, people employ and express themselves physically, cognitively, and emotionally during role performances”. Engagement means to be psychologically as well as physically present when occupying and performing an organizational role (Kahn 1990).
Employee engagement has a major impact on both, staff performance and overall organization performance. Factors affecting the level of engagement vary depending on the age of the workers. These differences should be recognised by the organisation and taken into account when increasing workers' engagement (Kashi, etal 2019).
According to the study of Vantage Circle (2020) on Employee engagement trend Employee engagement is a very abstract concept. It is the “emotional connect” that an employee feels towards its organization. What makes one feel connected to an organization and motivates to deliver her/his best varies from person to person. It also changes with respect to what is happening in and around the world.
In addition to that, Hewitt Associates come with another meaning of engagement as the state of emotional and intellectual commitment to an organization or group producing behavior that will help fulfill an organization's promises to customers - and, in so doing, improve business results. This definition is not far from Development Dimensions International as they define engagement as the extent to which people enjoy and believe in what they do, and feel valued for doing it ( Robert, 2006).
However, making reference to Consultants and Researchers Corporate Leadership Council Engagement is the extent to which employees commit to something or someone in their organization, how hard they work and how long they stay as a result of that commitment (Robert, 2006).
Engagement can be explained by four questions: 1. Do you know what to do? (A clear role). 2. Do you know how to do it? (Training and experience). 3. Do you have necessary resources for what you need to do? (Money, material, time, people). 4. Do you want to do it? (Motivation). Positive answer to all the questions shows engagement (Szabowska-Walaszczyk, 2010). Most authors agree on a positive view of the importance of employee engagement. According to these experts, engagement has a positive impact on the growth of customer satisfaction leading to an increase in the profitability or efficiency of the organisation (Armstrong, 2012; McGee & Rennie, 2011; Spik & Klincewicz, 2008). That is why it is important to pay close attention to engagement.
Basing on the study by Smarp (2020) entitled “ 8 Employee Engagement Statistics You Need to Know in 2020 (Infographic)” employee engagement is the key to building a successful business. But driving employee engagement does not come easy: worldwide, only 15% of employees are engaged with their work. But investing in employee engagement does not mean making your employees happy. Indeed, employee engagement does not mean employee happiness or employee satisfaction. All these concepts are connected, but they are not synonymous.

2.2.6	Motivation TC "2.2.6 Motivation" \f C \l "1" 
Motivation is the word derived from the word ’motive’ which means needs, desires, wants or drives within the individuals. It is the process of stimulating people to actions to accomplish the goals. A motive is a reason for doing something. Motivation is concerned with the strength and direction of behaviour and the factors that influence people to behave in certain ways. The term ‘motivation’ can refers variously to the goals individuals have, the ways in which individuals chose their goals and the ways in which others try to change their behaviour. According to Arnold et al (1991), there are three components of motivation such as direction what a person is trying to do, effort how hard a person is trying and persistence how long a person keeps on trying.
Motivation refers to factors that affect people to behave in a certain way. Well motivated individuals are mostly people who have clearly defined goals and take steps that they expect to achieve these goals. Such people can be motivated by themselves. This inner form of motivation is the best form of motivation, but only if the steps are going in the right direction to achieve what they want to achieve. Many people are not sufficiently internally motivated based on their motives, so they need to be motivated to a greater or lesser degree from the outside through incentives (Armstrong & Taylor, 2017). Work motivation then explains the motivation of individuals to work. The theme of motivation is significant wherever performance is concerned (Horváthová et al., 2016).
Motivation is the act that stimulates the people so that they give their best to the organization. Employee motivation is very important for an organization as every concern requires physical financial and human resources to accomplish these. It is through motivation that the human resources can be utilized by making full use of it. Employee motivation is considered as a force that drives the employees toward attaining specific goals and objectives of an organization (Mustapha, 2020).
The two types of motivation are intrinsic motivation and extrinsic motivation. Intrinsic motivation can arise from the self-generated factors that influence people’s behaviour and not created by external incentives but rather influenced by the work itself when individuals feel that their work is important, interesting and challenging and provides them with a reasonable degree of autonomy (freedom to act), opportunities to achieve and advance, and scope to use and develop their skills and abilities. Deci and Ryan (1985) suggested that intrinsic motivation is based on the needs to be competent and self-determining (that is, to have a choice). 
Extrinsic motivation on the other hand, occurs when things are done to or for people to motivate them. These include rewards, such as incentives, increased pay, praise, or promotion; and punishments, such as disciplinary action, withholding pay, or criticism. Extrinsic motivators can have an immediate and powerful effect, but will not necessarily last long unlike intrinsic motivators, which are concerned with the ‘quality of working life and are more likely to have a deeper and longer-term effect because they are inherent in individuals and their work. 

2.2.7	Performance TC "2.2.7 Performance" \f C \l "1" 
Cole and Kelly (2011) define the term performance as a continuous process for improving the performance of individuals by aligning actual performance with that desired (and with the strategic goals of the organization) through a variety of means such as standard-setting, appraisal and evaluation both informally, day-to-day, and formally/systematically through appraisal interviews and goal-setting. Job performance also is described as the value of the set of employee behaviors that contribute, either positively or negatively to organizational goal accomplishment while task performance are employee behaviors that are directly involved in the transformation of organizational resources into the goods or services that the organization produces (Colquitt, Lepine and Wesson, 2014).

2.3.0 Factors and key determinants for employee engagement and performance TC "2.3.0 Factors and key determinants for employee engagement and performance" \f C \l "1" 
2.3.1 Rewards system TC "2.3.1 Rewards system" \f C \l "1" 
Literally, the term rewards can be defined as a particular monetary return, object or event that an employee receives in exchange for his/her work or for having done something well (Schultz, 2006). Jack Zion (1998) defines reward as “Something than increases of the frequency of an employee action. It is formal, impartial and equitable exchange or financial expression of appreciation that conditional on results” (Baskar, 2013).
Reward systems are central to the Human Resource Management function. Their purpose is to attract talented individuals, motivate them and retain those who have a better fit in the organization. Reward systems have a direct impact (and in most firms the most important one) on the cost side of the organization’s financial statement. They are strategic as they influence people’s attitudes, behavior and performance (Gomez-Mejia et al., 2010). Here we provide an overview of reward systems and their main components. 
Extrinsic rewards encourage an employee to be motivated to do the work being rewarded because of its instrumental value. A mechanical engineer will be motivated to improve the quality of products if higher quality is externally rewarded (e.g., through a bonus). The organization’s emphasis on intrinsic rewards will also enhance an employee’s motivation (e.g., due to the enjoyment of the work it-self). Using the mechanical engineer example, the engineer will be motivated to improve the quality of products if he enjoys doing it (Santos, M. 2015).

2.3.2 Safety TC "2.3.2 Safety" \f C \l "1" 
Safety is the state of being safe, the condition of being protected from harm or other non-desirable outcomes. Maslow (1954), argues that as soon as people’s physical needs have satisfied, they will chase higher level needs, such as safety needs. Safety needs are determined by the need for security and protection from physical and emotion harm. Safety needs include personal security, financial security, health and well-being, and a safety net or insurance for accidents/illness and the adverse impacts.
Research indicates that the engagement levels are low if the employee does not feel secure while working.  Therefore, every organization should adopt appropriate methods and systems for the health and safety of their employees (Patro, C. 2013).

2.3.3 Work environment TC "2.3.3 Work environment" \f C \l "1" 






2.3.4 Promotion TC "2.3.4 Promotion" \f C \l "1" 
Promotion means elevation to a higher job accompanied by increased pay and privileges. It is an upward advancement of an employee in an organization, which commands better pay, better status, higher opportunities, higher responsibilities and better working environment.
Promotion provides motivation and job satisfaction to all personnel. Quite often, industrial unrest, frustration and negative feeling among the employees are on account of matters concerned with promotion. A sound promotion policy is essential in all types of organizations (Chand, S. 2016). The main objectives of promotion include providing an incentive for initiatives, and ambition, to make the best use of skills and ability, to reduce discontent and unrest, to attract suitable and competent workers, to recognize outstanding achievements and to improve morale, motivation and job satisfaction of employees.

2.3.5 Employee Training and development TC "2.3.5 Employee Training and development" \f C \l "1" 
Training is the organized way in which organizations provide development and enhance quality of new and existing employees. Training is viewed as a systematic approach of learning and development that improve individual, group and organization (Goldstein& Ford, 2002) in Khawaja & Nadeem (2013). Thus, are the series of activities embarked upon by organization that leads to knowledge or skills acquisition for growing purposes hence contributing to the well-being and performance of human capital, organization, as well as the society at large. According to Manju & Suresh (2011), training serves as an act of intervention to improve quality of organization’s goods and services to accommodate competition by improvements in technical skills of employees. 
On the other hands development refers to activities leading to the acquisition of new knowledge or skills for purposes of growing. Organizations provide employees with development programs in order to enhance their capabilities, engagement and performance. 
Employee development is gaining an increasingly critical and imperative approach in organizations in the current business environment (Sheri-lynne 2007) in Abdul Hameed (2011). Thus, organizations need to invest in continuous employee development in order to maintain employees as well as the organization success (Khawaja & Nadeem 2013). Employee Training and Development also can be termed as career opportunity or development.
Employees are always looking for challenging and meaningful work with the goal of further advancing their careers. People want to do new things in their job. The challenge for an organization is to provide their workers with meaningful career paths that will inspire them and give them different opportunities to grow. Failure to do so can cause stress, frustration, and lack of engagement on the part of the employees. Many companies looking to improve employee engagement in the workplace provide their workers with formal training programs and more importantly, the opportunity to practice their skills and knowledge on the job.
Opportunities for professional growth and skill development enable employees to stay engaged. Ambitious employees also feel compelled to stay active in development when they know higher-level positions with greater responsibilities lie in wait. If employees feel as though ideas, input and productive work get rewarded in an organization, they are more likely to focus on these objectives.

2.3.6 Employee recognition TC "2.3.6 Employee recognition" \f C \l "1" 
Recognition is a way of making those you work beside feel valued and appreciated for their work. A leader makes others feel important by recognizing them and creating an environment that is supportive towards others’ accomplishments. Employees who feel they have a positive personal rapport with their management are more likely to be engaged. Not only that, employees would feel appreciated when they or their work gets noticed and this encourages constructive employee engagement. Non-monetary recognition plays the same role as compensation does. Praise, appreciation, and positive feedback from managers and peers for a job well done are imperative to generate job satisfaction and commitment. Recognition is needed in the social and organizational environment as a motivational tool to bring about a good work outcome. In high professional jobs, recognition is considered as a main objective to maintaining the feeling of high involvement and being an important element of the organization and is positively related to continuance and affective commitment of employees.
According to Maslach et al. (2001) when a person lacks respect and recognition can lead to burnout, awards and proper recognition for engagement. However, when employees receive recognition and recognition from the organization, they will feel obliged to reciprocate at a higher level.
Numerous studies and polls have showed that employee recognition is one of if not the top the essential factors in driving employee engagement. One survey conducted by consulting firm HR Solutions stresses that employee recognition is the top driver of employee engagement. The same poll showed that only 59 percent of employees say their bosses let them know when they have accomplished a good job. Studies have also indicated that employees feel that they receive immediate feedback when their performance is below expectations (Vdovin,(2017).
An organization should aspire to recognize its employees who are creditably performing their tasks in a sincere and timely manner. This can boost morale of the staff leading to a higher engagement level among the employees.

2.4 Theoretical framework TC "2.4 Theoretical framework" \f C \l "1" 
Motivation is founded under different theories which describe it from different perspectives. This study was guided by Maslow’s (1954) Hierarchy of Needs Theory.

2.4.1 Hierarchy of needs theory TC "2.4.1 Hierarchy of needs theory" \f C \l "1" 
The hierarchy of needs theory is considered as one of the most famous theories in the field of human motivation and one of the first theories attempted to describe the human behavior towards satisfying the different human needs (Kreitner et al.., 1999). The theory based on the assumption that a need affect a person’s activities until he/she satisfies it (Steers et al.., 1996). Thus, the main motivator of people is their desire to satisfy their needs.
This theory was developed by Abraham Maslow who associate motivation with five categories of motives arranged with lower-level needs on the bottom which must be satisfied first before higher needs come into play. According to Maslow (1954), motivation is based on a number of human needs. He believed that there are five basic needs arranged in a hierarchical order in the sense that once one of the needs has been satisfied it will temporally lose its effects as a motivator and a person focus on satisfying the next higher needs which are activated (Hilggert and Leonard, 1995). 
Maslow’s hierarchy of needs is pyramid with physiological needs at the base, self-actualization at the top. It involves self- actualization needs (personal growth and development), esteem or Ego needs (need for status and self-respect), social needs (need to part of a social group and belongingness/love), safety needs (need for security and shelter or physical needs) and physiological needs (basic life needs, like food, drink, shelter).
Basing on the self-actualization need Maslow defined it as “the complete use and utilization of talents, capacities, potentialities (Maslow, 1954). According to him self-actualization is not a static state but rather it is an ongoing procedure in which one’s capacities are fully, imaginatively, and cheerfully utilized. Self-actualizing people perceive life without a doubt and they are less emotional and more objective.
According to Maslow, esteem needs were made of two types of desire such as desire for strength, adequacy achievement, competence and confidence in the face of organization and desire for reputation, glory dominance, recognition, appreciation and dignity. Furthermore, people need to be respected, to have self-esteem, self- respect and respect. Self-Esteem expresses the normal human desire to be acknowledged and valued by others. 
This has to do with one’s internal needs for self-respect, autonomy and external needs for status and recognition (Maslow, 1954).
Maslow (1954) also describes social needs as the third level of human needs from the above. This has to do with one’s needs for affection and a sense of belonging and acceptance. Human being need to feel a sense of belonging and acceptance. They need to love and be loved includes the giving and receiving of affection. He continue to argue that as soon as people’s physical needs have satisfied, they will chase higher level needs, such as safety needs. Safety needs are determined by the need for security and protection from physical and emotion harm. Safety needs include personal security, financial security, health and well-being, and a safety net or insurance for accidents/illness and the adverse impacts.
Physiological needs are the most basic needs for people which are measured by the needs for human survival. If these needs are not met, people cannot continue to function. These needs include breathing, homeostasis, water, sleep, food, excretion, and sex (Maslow, 1954).
This theory has useful implications for managers as it offers a good conceptual scheme to understand and deal with issues of employee motivation at the workplace. The three important contributions are; it identified important need categories, which can help managers create effective positive reinforces, it is helpful to think of two general levels of needs, in which the lower level needs must be satisfied before higher level needs become important. This theory also shifted the attention of organizational theorists from lower order motivators to higher order motivators. In addition to that, Maslow sensitized managers to the importance of personal growth and self-actualization. 
However, when it comes to work motivation Maslow’s theory lacks the empirical evidence to prove that his proposed hierarchy is to be followed in that strict order within the workplace environment. Between 1967 and 1969 American psychologist Clayton Paul Alderfer tried to address the discrepancies in Maslow’s theory to make it more efficient by aligning the elements in the hierarchy with empirical research. His theory of needs as opposed to Maslow’s hierarchy of needs is more focused in the impact that the need satisfaction of the individual has in his self-esteem and consequently what impact that has on his job performance (Robbins, as cited in Arnolds and Boshoff, 2002).
In the attempt to address some of the limitations of Maslow’s hierarchy as a theory of motivation, Clayton Alderfer proposed the ERG theory. The ERG theory is based on the work of Maslow, so it has much in common with it but also differs in some important aspects.
According to (Hollyforde & Whiddett 2002), existence needs based on various forms of material and physiological needs while relatedness needs refers to the motivation we have in support of maintaining interpersonal relationships and growth needs refers to an intrinsic desire for personal development. 
According to (Sarah & Steve 2002), the hierarchy of need theory does not suggests how a person may meet his or needs and they argue that ERG theory with its three broad categories is more easier to deal with than the five levels of need in hierarchy of needs theory.
Other weaknesses of the theory include the absence of empirical evidence that justify one need automatically activates the next need in the hierarchy. Surveys in Japan and Continental European countries show that this model does not apply to the managers since cultural, religious, environmental influences play a major role in determining the need priority in various countries and Maslow’s assumption that needs are crucial determinants of behaviour are also often doubtful. 
	
2.5 Empirical literature review TC "2.5 Empirical literature review" \f C \l "1"  
Several studies have been conducted regarding the effects of motivation on employee engagement and performance. One of those studies is the study of Taj (2015) which examines employee engagement and its influence in performance in the public sector in Western Africa. The results have suggested that a significant relationship exists between the various factors that affect employee engagement and the performance of employees even in the public sector.  Senior managers must think about engaging their workforce despite having job contracts of permanent nature and other facilities that are normally associated with the public sector employment. If the public sector keeps on ignoring the importance of employee engagement, it will continue to remain under-performed in comparison to the private sector. Basing on findings, the study recommends to the top level management to realize the importance of bringing employees together and fully engages them with the organizational plans, particularly strategic plans that have long-term implications. It is also proposed to create the opportunities for on-the-job development and career enhancing skills for employees. Such opportunities will allow employees to grow through training and development as one of the most important factors in employee motivation to increase level of engagement. The study shows that, the increasing employees‟ level of engagement through high level of leadership support, creating a vibrant physical and emotional environment recognizing and rewarding the efforts of employees may help organization survive, specifically during hard and difficult economic times. 
Another is the study of Ismael (2016), in which the main goal of the study was to find out factors contributing to employee engagement at the Bank of Tanzania. Specifically, the study provides answers to the following questions; “What are the factors that stimulate employee engagement across generation mix in the Bank of Tanzania? What is the level of employee engagement at the Bank of Tanzania? And, what is the linkage between linkage between the factors that stimulates employee engagement and intention to quit? Study findings revealed that general factors that contribute to employee engagement at the BoT from highest to lowest were good relationship with coworkers, work-life balance, salary and benefits, leadership quality, career growth and opportunity, performance management, and training and development. Further, career growth and opportunities and salary and benefits played significant role in minimizing intention to quit among the BOT employees. It is recommended for the same study be conducted to other institutions in Tanzania including commercial banks in order to come up with affirmations with regard to factors contributing to employee engagement.
Another study is of Chrita and Mohamad (2017) on Effective Employee Engagement in the Workplace. The purpose of the study was to explore strategies that some communication business leaders use to engage their employees. The findings indicate that rewards and recognition, empowering employee, building bonds between leaders and employee are key and determinant factors for employee engagement
The study of Stoyanova, Tsvetana and Iliev, Ivaylo (2017) identify ways to increase employee engagement in Bulgarian business organizations and identify how such employee engagement affects employee and company performance. The work focuses on management, in recent years, aimed at retaining and developing the best employees, and their evolution into reliable potential leaders of the organization. Also it was aimed to maintain and increase the number of those engaged in the business of company employees as well. The findings strengthen the role of management by indicating that there is no universal way to increase employee engagement and motivation towards increased productivity, activity, and creativity in the organization.
Kilala and Maimuna’s (2017) study also examines the effects of employee engagement towards organization performance in public sector, using Dar es Salaam Water and Sewerage Corporation (DAWASCO) as a case study. The results obtained indicate that employees engagement have a clear positive impacts on the organization performance of public sector. The study recommended that, in order to attain the intended goals of institution, it is required to take the following into consideration: the organization should provide training to the employees concerning objective setting and creating a good relationship among the employees themselves and management. Organization should involve employee on decision making concerning the performance.
The study of Endayani (2018) was on the effect of quality of work-life and motivation on employee engagement with job satisfaction as an intervening variable. The study aimed to analyse the effect of quality of work-life and work motivation on employee engagement and job satisfaction as an intervening variable. The results found that the motivation provided by the university towards the lecturer, such as job security, reward, and spirit, can increase the satisfaction and engagement. Similarly, for job satisfaction, the relationship between colleagues and a comfortable working environment can create lecturers' engagement in the institution.
Margaretha (2018) study aimed to examine factors that influence employee engagement from 200 respondents as sample lecturers in Indonesia. From the analysis, this study found that job characteristic affects employee engagement by 22%, reward and recognition has effect to employee engagement by 28.6%, perceived organization and supervisor support have impact on employee engagement and organizational support affects employee engagement by 27.1% while the results for perceived supervisor support affected employee engagement by 25.1%. The implications of the research results recommend that organizations should develop programs that focus on needs and concerns of the employees and creating a challenging, safe and secure work environment. Hence the organization will get proactive employees which in turn will have a positive effect on overall organizational performance.
Kashi, etal (2019) study on Evaluation of the employees’ engagement factors aimed to introduce a new way how to evaluate the importance of employees’ engagement factors including also generation Y and provide the results of practical implementation of pilot research. The results shows that performance related pay, employee autonomy, behaviour of supervisor and open communication considered to be most influencing factors for employee engagement.
The study of Hananiel, M. G and Oliandes, S (2019) on the Impact of Work Motivation, Work Engagement, and Job Satisfaction toward Job Performance in PT. XYZ Surabaya. From the study it is found that both, Job motivation and work engagement has positive significant effect to job satisfaction. Job satisfaction has positive significant effect to job performance. Also Job motivation and work Engagement has positive significant effect to job performance.
In addition to that Khathibul Umma etal (2019) examine The Relationship between Motivation, Engagement and Performance of Employee in which the study is a survey samples were randomly selected as many as 200 employees the results show that there is a positive direct effect of motivation on Engagement Employee, there is a positive direct effect of motivation on problem Performance Employee and finally there is a positive direct effect of Engagement Employee on self-efficacy.
Not only that but also USAID (2019) conducted Tanzania Health Worker Engagement Study which was undertaken with the support of PEPFAR under the USAID Health Care Improvement Project (HCI) and the USAID Applying Science to Strengthen and Improve Systems Project (ASSIST) in collaboration with the Ministry of Health and Social Welfare and the Muhimbili University of Health and Allied Sciences in Tanzania. The study aimed at examining employee engagement among health workers providing HIV services in a low-resource setting and exploring the relationship between engagement, performance and retention and Develop and validate a tool to measure the level of engagement of facility-based health workers. The found that there are four key characteristics of an engaged health care worker identified as relevant to facility level performance such as being a change agent , job satisfaction, accountability and equitable and client-centered care. Also factors contributing to engagement of health workers include perceived support health workers felt they received from their immediate supervisor, in terms of encouragement, supervisory support, and inter-personal relationship, perceived adequacy of competencies to perform. It also indicates that engagement was associated with performance in complex tasks that require problem solving and team work and multiple processes to work together, such as reducing loss to follow-up of HIV clients.
Shkoler and Takuma (2020) study on How Does Work Motivation Impact Employees’ Investment at Work and Their Job Engagement in Israel and Japan. The study aims at shedding light on the effects that intrinsic and extrinsic motivation, as predictors, have on heavy work investment of time and effort and on job engagement. The analyses revealed that worker’s status moderates the effects of intrinsic and extrinsic motivation on heavy work investment of time and effort and on job engagement
In the above facts it is noted that employee motivation and engagement is a very crucial approach for success and achievements of any organization. However, the evidences prove that the field is not yet absorbed with many research works as it is a more recent subject matter. There are very few literatures and research especially on primary and secondary school teachers’ engagement regardless its significance to the organization performance, welfare and success. This gap necessitates and motivates my desire to come up with this study.

2.6 Research Gap TC "2.6 Research Gap" \f C \l "1" 
Different related studies were analyzed to see their relevant information to this study. These studies include: Taj (2015) which examines employee engagement and its influence in performance in the public sector in Western Africa, the study of Tsvetana, and Ivaylo (2017) which identified ways to increase employee engagement in Bulgarian business organizations and how such employee engagement affects employee and company performance.
The study of Margaretha (2018) examined the factors that influence employee engagement from 200 respondents as sample lecturers in Indonesia. Other local studies by Maimuna (2017), which examined the effects of employee engagement towards organization performance in public sector, using Dar es Salaam Water and Sewerage Corporation (DAWASCO) as case study; the study by Ngoisa (2016) to find out factors that contribute to employee engagement at the Bank of Tanzania and the study of Chrita and Mohamad (2017) on Effective Employee Engagement in the Workplace  to explore strategies that some business leaders use to engage their employees..
Another is the study of Endayani (2018) on the effect of quality of work-life and motivation on employee engagement with job satisfaction as an intervening variable which found that the motivation provided by the university towards the lecturer, such as job security, reward, and spirit, can increase the satisfaction and engagement. 
Kashi etal (2019) study on Evaluation of the employees’ engagement factors aimed to introduce a new way of evaluating the importance of employees’ engagement factors in which the results indicated that performance related pay, employee autonomy, behaviour of supervisor and open communication considered to be most influencing factors for employee engagement.
The study of Hananiel and Oliandes (2019) on the Impact of Work Motivation, Work Engagement, and Job Satisfaction toward Job Performance in PT. XYZ Surabaya found that both, Job motivation and work engagement has positive significant effect to job satisfaction. Job satisfaction has positive significant effect to job performance. Also Job motivation and work Engagement has positive significant effect to job performance.
Khathibul Umma etal (2019) study on The Relationship between Motivation, Engagement and Performance of Employee which show that there is a positive direct effect of motivation on Engagement Employee, there is a positive direct effect of motivation on problem Performance Employee and finally there is a positive direct effect of Engagement Employee on self-efficacy
In addition to that the Tanzania Health Worker Engagement study (2019) examined employee engagement among health workers providing HIV services in a low-resource setting explore the relationship between engagement, performance and retention and develop and validate a tool to measure the level of engagement of facility-based health workers. 
Lastly the study of Shkoler, O and Takuma, K (2020) on How Does Work Motivation Impact Employees’ Investment at Work and Their Job Engagement in Israel and Japan which examined the shedding light on the effects that intrinsic and extrinsic motivation, as predictors, have on heavy work investment of time and effort and on job engagement. These studies together, bring relevant information on employee engagement in the organization.
Despite the contributions made by the above studies, a knowledge gap on the impact of motivation on employee engagement and performance exists because many studies above dealt with assessment of factors that influence employee engagement and how they impact on the organization performance in other areas other than primary and secondary government school teachers (Taj, S2015; Ismael, N 2016; Maimuna, K 2017; Margaretha, M 2018; Tsvetana, S and Ivaylo, I; 2017, Chrita, O and Mohamad S. H; 2017, Endayani, F; 2018, Kashi, P etal; 2019, Hananiel, M. G and Oliandes, S; 2019 and Shkoler and Takuma, K; 2020. However, USAID; 2019 examined employee engagement among health workers providing HIV services in a low-resource setting, explore the relationship between engagement, performance and retention and develop and validate a tool to measure the level of engagement of facility-based health workers. This study is very close to the study of Khathibul, U etal; 2019 which shows that there is a positive direct effect of motivation on Engagement Employee, there is a positive direct effect of motivation on problem Performance Employee and finally there is a positive direct effect of Engagement Employee on self-efficacy. All these studies did not examine the relationship between motivation and employee engagement and performance. Another rationale for conducting this study was the gap in previous research on engagement of primary and secondary school teachers in public service. Therefore, this study was specifically aimed to assess the effects of the motivation on employee engagement and performance for primary and secondary government school teachers in RDC the area which studies of this kind have not been done.

2.7 Conceptual Framework TC "2.7 Conceptual Framework" \f C \l "1" 
This conceptual framework is adopted from Saks (2006) model of antecedent and consequences of employee engagement which explain the factors that influence employee engagement and also the benefits of employee engagement. The model have discussed that the outcomes of employee engagement are beneficial for any organization.
The framework focuses on the conditions necessary for individual and organization engagement and the study has identified six major factors which influence the employee engagement as described by Saks (2006) model. This model indicates employee engagement antecedents such as job characteristics, perceived organizational support, perceived supervisor support, rewards and recognition that covers both financial and non-financial benefits, which the organization provides to the employees on their excellent performance, procedural justice and distributive justice. When employees perceived these positive antecedents, employee engagement resulted at both the job and organizational levels and consequences for employee engagement such as job satisfaction, organizational commitment, organizational citizenship behavior, and low intentions to quit resulted (Saks, 2006). Therefore in this model antecedents are regarded as independent variables while employee engagement and consequences are dependent variables.
In his research, Saks found that positive procedural justice was a good indicator of organization engagement and employees that perceived higher levels of procedural justice were more likely to return greater organizational engagement. When employees observed high levels of justice in their organization, they were more likely to be fair in how they performed their own roles in support of the organization and the level to which they were engaged. If employees do not feel that justice and rewards are being fairly distributed throughout the organization, they withdrew and disengaged from the organization (Rhoades et al., 2001).
Saks (2006) found that employees who perceived that they are receiving higher levels of organizational support were more likely to respond by being more engaged in their job and the organization. A similar result was found in the studies conducted by Rhoades and Eisenberger (2002) showing that employees tended to view the level of supervisor support as indicative of organizational support that could help to determine an employee’s level of engagement similar to Kahn’s (1990) research which shows that when employees receive care and support from their organization and direct supervisor leads to satisfaction with their working environment.
Under this fact, when antecedents factors being implemented the results will be employee engagement, job satisfaction, organization commitment, intention to quit and organizational citizenship behaviour. In addition to that, intention to quit includes basically the reasons why employees are going to quit the job, and what factors made the employee to leave the organization, the engaged employees do not frequently quit the job while organizational Citizenship Behavior (OCB) involves voluntary and informal behaviors that can help co-workers and the organization, the focus of engagement is one’s formal role performance rather than extra-role and voluntary behavior. 
The model provides the key factors that influence employee motivation and eventually engagement and performance in the organization. It also extends by explaining the contribution of motivation and employee engagement to the organization and employee themselves. The model reflects the essence of this study and theoretical approaches which guide the study by recognizing the relative effects of motivation to be supported by government authorities so that they can be able to achieve the goal of improving employee engagement and performance to the public services especially primary and secondary school teachers.
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Figure 1.5 Antecedent, employee engagement and consequence model adopted from “Antecedent and consequence of employee engagement” by Saks, 2006, Journal of Management Psychology, 21, pg. 604

2.8 Statement of the hypothesis TC "2.8 Statement of the hypothesis" \f C \l "1" 
This study will investigate the effects of motivation on primary and secondary teacher’s engagement and performance RDC. The study also will analyze the best ways to be used to encourage primary and secondary teacher’s engagement and performance to test following hypotheses: 

Hypothesis (H1) 
H1) There is a significant relationship between rewards and recognition with primary and secondary teacher’s engagement and performance. 
H2) Job characteristics influence primary and secondary teacher’s engagement and performance.
H3) Procedural and distributive justice encourage primary and secondary teacher’s engagement and performance.

Null Hypothesis (H0) 
H1) There is no significant relationship between rewards and recognition with primary and secondary teacher’s engagement and performance. 
H2) Job characteristics do not influence primary and secondary teacher’s engagement and performance.
H3) Procedural and distributive justice do not encourage primary and secondary teacher’s engagement and performance.


CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
3.0RESEARCH METHODOLOGY TC "3.0RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Overview TC "3.1 Overview" \f C \l "1" 
This section describes the research methods which were used in the study. The part provides research strategies, sampling design and procedures, methods of data collection, data processing and analysis, reliability and validity and ethical consideration.

3.2 Research strategies and design TC "3.2 Research strategies and design" \f C \l "1" 
Kothari (2004) defines research design as comprehensive plan undertaken to accomplish the research purposes. It comprises of the plan for data collection, measurement of collected data and exploration of the data. Research design for this study was mixed methods. The researcher chose to use combination of qualitative and quantitative methods so as to gain a wide range of data collection methods and the wide range of data types. Qualitative methods largely deal with non-numerical data and quantitative instruments like questionnaires were used to collect numerical data relevant for statistical analysis. Qualitative techniques were used to capture qualitative data from in-depth interviews and narratives which focuses more on the “what” on the research subject rather than the “why” of the research subject (Silva, 2017). On the other hand, quantitative approach was used to collect general research data through questionnaires. In mixed method a researcher collects data, analyses data, integrates findings and draws inferences using both qualitative and quantitative approaches in single study (Tashakkori & Creswell; 2013). This means that there was a mixing of data during collection, analysis and interpretation stages which gives a researcher an opportunity to share life experiences without dominance of either side. The approach enabled participants to give their own views on how they perceive the world of Human Resources Management especially teachers around them.

3.2.1 Target Population TC "3.2.1 Target Population" \f C \l "1" 
The people to be studied included managerial staff such as the Council Director, Human Resource Officers and the Heads of Primary and Secondary Education Departments, Assistant Secretary Teacher’s Service Commission (TSC), District School Quality Assurance Officer, Ward Executive Officers and Ward Education Officers. These managerial staff will be included in the study population because they are people practicing human resource management especially planning and implementing various motivation and engagement programs to teachers, thus they are likely to have important information in the study. The study also included teaching employees for specific information in the council. The group of teachers was included in the study because they are beneficiaries who are more likely to be affected positively or negatively by the motivation programs, engagement and performance. The last group of population was District Chairman and councilors especially those who are in Social Service Committee because they are people who are entitled to approve administrative decisions of the council like promotion of employees, training and development, rewarding and disciplining.

3.2.2 The study area TC "3.2.2 The study area" \f C \l "1" 
The study area was Rufiji district council which is one among six districts found in Pwani Region of Tanzania. The area is bordered to the South by the Lindi Region, to the North by Kisarawe and Mkuranga Districts, to the East by the Indian Ocean, and to the West by the Morogoro Region. 
The study area was selected due to the fact that, it is one among the district council with most less engaged teachers with relatively poor performance as it influenced by its geographical location, it experiencing extreme shortage employees compared to the minimum required ratio, political instability scenario and economic status of the area .

3.3 Sampling methods TC "3.3 Sampling methods" \f C \l "1" 




3.3.1 Sample size TC "3.3.1 Sample size" \f C \l "1" 
Bartlett e tal defines sample size as an important feature of a study in which the goal is to make inferences about a population from a sample. As it is not possible to deal with the whole population; hence a portion of population was selected to participate in the study is called a sample (Kombo & Tromp 2006). There is no agreed number of a sample size since a sample size depends on the nature of the population under investigation (Cohen, 1994). This study used a sample size of 113 respondents obtained through both random and non-random sampling.





District Executive Director (DED)	1
District Human Resource and Administration Officer (DHRO)	1
District Primary Education Officer (DPEO)	1
District Secondary Education Officer (DSEO)	1
District School Quality Assurance Officer (DSQAO)	1
Assistant Secretary (TSC) Rufiji	1
Ward Executive Officers	2
Ward Education Officers	2
Primary and Secondary School Teachers	100

Figure 2.5 Categories of respondents TC "Figure 2.5 Categories of respondents" \f F \l "1" 

3.4 Methods of data collection TC "3.4 Methods of data collection" \f C \l "1" 
3.4.1 Types of Data TC "3.4.1 Types of Data" \f C \l "1" 
The study involved the collection of data from both primary and secondary sources. In collection of primary data, two data collection methods were used which are: in-depth interviews and focus group discussions and the research instrument used to collect primary data were questionnaires. On the other hand, secondary data were collected through document review together with other secondary sources including journals, newspapers, books, articles, publications and government circulars, reports and policies. These sources were used in order to get theoretical and empirical data relevant for this study.

3.4.2 Data collection methods TC "3.4.2 Data collection methods" \f C \l "1" 
The collection of primary data was conducted through interviews, focus group discussions and questionnaire in the other hands document review method was used as research tool to collect secondary data. 

3.4.3 Interviews TC "3.4.3 Interviews" \f C \l "1" 
This method was employed to key respondents such as District Chairman, District Director, Heads of Primary and Secondary Education Departments, District School Quality Assurance Officer, Councilors and Ward Executive officers and Ward Education officers. Interviews were used for these respondents to obtain in-depth information because they are well informed about the field since they perform managerial, administrative and/or leadership roles.

3.4.4 Focus group discussions TC "3.4.4 Focus group discussions" \f C \l "1" 
This method was used to collect data from primary and secondary school teachers to get their opinions on the impact of the motivation on the engagement and performance of teachers in Rufiji District Council. This method was used to get a wide range of views because group participants were able to ask each other in areas one fails to understand. 

3.4.5 Document review TC "3.4.5 Document review" \f C \l "1" 
This method was used to collect secondary data relevant to the study like the qualifications of employees working in Rufiji District Council, government circulars and directives and other government documents relevant to this study. This method helps the researcher to get information relevant to the study and saves time and money since most of these documents were freely accessed. Document review basically provides supplementary information on the data collected from the field.

3.4.6 Questionnaires TC "3.4.6 Questionnaires" \f C \l "1" 
This research instrument was used to collect primary data from primary and secondary school teachers in Rufiji District Council. Such data like number of participants and percentages of responses have been statistical analyzed. Questionnaires were formulated by the researcher and distributed to the respondents so that they can provide relevant responses needed in the study. This research tool was used because it is very fast, lesser biased, and time saving.

3.5 Data Analyses TC "3.5 Data Analysis" \f C \l "1" 





3.6 Reliability and Validity TC "3.6 Reliability and Validity" \f C \l "1" 
The study was reliable as it was more scientific in which data sources were selected based on how they are relevant to research problem. To ensure the reliability of the findings the research tools were designed by using precise, simple and clear language to be understood by respondents and taken to supervisor for positive recommendation before the actual data collection process is done. Thereafter the errors were corrected ready for pilot study at Kibiti secondary school in Kibiti District to see if the instruments produce the similar results across time and context. In inquiry audit, field notebook was submitted to the supervisor to ratify the existence of the collected data and to evaluate the conclusion drawn from the collected data. The researcher used editor to examine the data findings, interpretations and recommendations to see whether the aim of the study supported by the research findings.
In this current research study the validity was ensured by triangulating the methods of data collection, allowing peer evaluation and suggestion with regard to a number of acts. The researcher took back to the field the research findings to determine whether the respondents recognize them as true or accurate. Peer review was done whereby asked a colleague to carefully read the study and see if the results seen to align with methods and aim of the study. This helped the researcher to avoid biasness regarding to research findings. Also during the data analysis peer suggestions were considered whenever the analysis becomes cumbersome.


3.7 Ethical considerations TC "3.7 Ethical considerations" \f C \l "1" 
The researcher adhered to research ethics of the Open University of Tanzania by securing research clearance from relevant authorities like the Open University of Tanzania, regional secretariat and the district council. In addition, consent of participants who were involved in this study was sought before interviews. Additionally, participants were assured their anonymity and confidentiality, and were not under obligation to participate in research.


CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
4.0 FINDINGS AND DISCUSSION TC "4.0 FINDINGS AND DISCUSSION" \f C \l "1" 
4.1 Overview TC "4.1 Overview" \f C \l "1"  





4.2 Demographic Characteristics of Respondents TC "4.2 Demographic Characteristics of Respondents" \f C \l "1"  
It was important for this study to get information on the demographic characteristics of the respondents in the study area. That information was based on gender, age, level of education qualifications and seniority of employee in the council. 





























Source: Field data (2019)
Data in table 4.1 shows the demographic characteristics of respondents, the study indicated the respondents ages ranged from 18 to 60 years. The findings show that, most of the respondents 40 (40%) were aged 31-45 years, followed by 30 (30%) respondents ranged 18-30 while other ages 15 (15%) ranged from 46-55 and 10 (10%) ranged from 56-60.
This means that respondents aged 31-45 years (40%) followed by age range 18-30 years (30%) dominate the field of teachers in primary and secondary schools in Rufiji DC.
In education level, most of the respondents 38 (38%) had acquired first degree, 25 (25%) of the respondents had acquired certificate, 14 (14%) were diploma holder, 9 (9%) had acquired secondary education while 8 (8%) had master’s qualifications and 6 (6%) respondents hold primary education. 
Furthermore, the findings show that there were 46 (46%) males’ respondents and 54 (54%) female respondents of the study. In addition, the study indicate that most of the respondents 62 (62%) were single, 29 (29%) were married, 8 (8%) were widow while 1 (1%) were divorced
Moreover, the study also reveals that most of the respondents 46 (46%) had work experience between 0-5 years, 30 (30%) had experience between 6-10 years, 19 (19%) had experience between 10-20 years while 15 (15%) of the respondents had work experience of 20 years plus.
The demographic characteristics of such as gender, age groups, seniority, marital status and the level of education among respondents found to be reasonable and adequate enough for conducting study on Effects of Motivation on Employee Engagement and Performance.
However, the study also reveals that most respondents 75 (75%) are youth aged between 18-45 years, 76 (76%) respondents have the working experience between 0-10 years and 60 (60%) respondents have education level between ordinary diploma and master’s degree.

4.3.0 Findings per objectives TC "4.3.0 Findings per objectives" \f C \l "1" 
The general objective was addressed through the following specific objectives; first specific objective of this study was to examine the relationship between motivation on primary and secondary public school teacher’s engagement and performance, second specific objective was to determine the main factors affecting employee engagement and performance and last one was to analyze the best methods suitable for influencing employee engagement and performance in the study area. In response to this objective, the findings of the study are illuminated in the sub-sections below:-

4.3.1 Relationship between motivation teacher’s and engagement and performance TC "4.3.1 Relationship between motivation teacher’s and engagement and performance" \f C \l "1"  
The study wanted to find out relationship between motivation and teacher’s engagement on performance. The findings provided the following results, most respondents 89 (89%) agree that there is relationship between motivation teacher’s engagement and performance while 7 (7%) said there is no relationship and 4 (4%) respondents said they do not know (Table 4.2).







Source: Field data (2019)





4.3.2 Extent of relationship of motivation and teacher’s engagement and performance relates TC "4.3.2 Extent of relationship motivation and teacher’s engagement and performance relates" \f C \l "1" 
The study wanted to find out the extent to which motivation and teacher’s engagement and performance relate each other. The findings provided the following results, majority of respondents who are 48 (48%) said that there is relationship between motivation, teacher’s engagement and performance between 76%-100%, 29 (29%) respondents said there is relationship between 51%-75%, 9 (9%) respondents said that there is relationship between 26%-50% while 3 (3%) respondents said there is a relationship between 0%-25% and 11 (11%) respondents said they do not know the extent of relationship that exist between motivation and teacher’s engagement and performance (Table 4.3).










Source: Field data (2019)
From table 4.3, it can be noted that the rate of relationship between motivation and teacher’s engagement and performance is strong as many respondent 77% stressed that the relation is above 51%. The rapid growing research on HRM has revealed positive relationship between motivation and employee engagement for both job and organizations. For example, at the individual level, employee engagement has been related to reduction of burnout and lower levels of stress leading to greater work-life balance (Stairs, 2005). At the organizational level, employee engagement has been found to be related to reduced turnover intentions and actual turnover; it increases productivity, and improved customer satisfaction, sales growth, and shareholder return. 

4.3.3 Employer delays to promote or giving any other rewards to employee TC "4.3.3 Employer delays to promote or giving any other rewards to employee" \f C \l "1" 














Source: Field data (2019)

From table 4.4, 77% respondents argue that they feel very bad and 16% respondents feel bad when promotion or any other rewards are delayed. This implies that teacher’s engagement and performance may seriously be affected by promotion and organization reward system. However, 6% respondents stressed that they feel normal if promotion and rewards delayed.

4.3.4 Employee engagement and performance affected by motivation at work place TC "4.3.4 Employee engagement and performance affected by motivation at work place" \f C \l "1" 
The study wanted to find out that rate of motivation affect employee engagement and performance. The findings provided the following results, most respondents 64 (64%) disagree with the notion that level of employee engagement and performance cannot be affected by rate of motivation, 18 (18%) respondents agreed with the notion, 1313%) respondents they don’t know while 5 (5%) respondents strongly agreed (Table 4.5)









Source: Field data (2019)

From table 4.5, the majority 64% of the respondents disagree that employee engagement and performance cannot be affected by rate of motivation at work place. This reflects the truth that employee engagement and performance can be affected by rate of motivation at work place (See table 4.2)

4.3.5 Feelings of motivated and recognized employee TC "4.3.5 Feelings of motivated and recognized employee" \f C \l "1" 
The study wanted to find out the feelings of employee when employer provide motivation and recognize their jobs. The findings provided the following results, most respondents 68 (68%) feel very good when they are motivated and recognized by their employer, 25 (295%) respondents said they feel good, 5 (5%) respondents said feel normal while 2 (2%) respondents said that they don’t know. (Table 4.6)








Source: Field data (2019)

From table 4.6 above, 68% of respondents feel very good with the additional of 25% who feel good when they are motivated and recognized by their employer. In addition to that 5% feel normal while 2% they don’t know. The large number feel good and very good can stimulate their engagement and performance in the organization.

4.3.6 Employee motivation improve engagement and job performance TC "4.3.6 Employee motivation improve engagement and job performance" \f C \l "1" 
The study wanted to find out the weather motivation improves employee engagement and performance. The findings provided the following results, most respondents 80 (80%) strongly agreed that employee motivation does improve engagement and job performance, 10 (10%) respondents agreed, 5 (5%) respondents disagreed while 5 (5%) respondents said they don’t know. (Table 4.7)










Source: Field data (2019)

From table 4.7, the majority 80% of the respondents strongly agreed and 10% agreed that motivation does improve engagement and job performance. Very few respondents 5% disagree and 5% they don’t know.

4.3.7 Pay for working extra time/hours TC "4.3.7 Pay for working extra time/hours" \f C \l "1" 













Source: Field data (2019)

From table 4.8, the majority 87% of teachers disagree that they are paid for working extra time/hours and only 4% agreed to be paid. From the information obtained from key respondents and through focus group discussions was noted that teachers were not paid for working overtime (Weekend and evening). Likewise, during examination class camps which require teachers to be available 24 hours every day they are not paid. However, Headmasters, head teachers and Ward Education Officers are paid responsibility allowances.

4.3.8 Future of the employee in the organization TC "4.3.8 Future of the employee in the organization" \f C \l "1" 
The study wanted to find out whether primary and secondary school teachers had good future of their job and organization. The findings show that 41 respondents (41%) disagreed that they had good future in their job, 36 (36%) respondents agreed, 12 (12%) respondents strongly agreed while 11 (11%) respondents they do not know (Table 4.9).









Source: Field data (2019)

From table 4.9, majority of teachers (46%) see good future in the organization while 41% they don’t see good future in the organization, this is a strong indicator for disengaged employees who will more likely to underperform.

4.3.9 Level of happiness among employee TC "4.3.9 Level of happiness among employee" \f C \l "1" 
The study wanted to find out whether primary and secondary school teachers are happy with their job. The findings show that 36 respondents (36%) agreed that they had happiness with their job, 30 (30%) respondents disagreed, 24 (24%) respondents strongly agreed while 10 (10%) of respondents were neutral (Table 4.10).










Source: Field data (2019)

From table 4.10 the results reveal that many teachers (60%) are happy with their job while 30% are not happy. The employees who are not happy with their jobs will not be engaged to their jobs and organization and will eventually affect their performance.

4.3.10 Satisfaction and motivation TC "4.3.10 Satisfaction and motivation" \f C \l "1" 
The study wanted to find out the satisfaction and motivation of primary and secondary school teachers with the organization policies on rewards and recognition. The findings shows 51 respondents (51%) disagreed that they are satisfied and motivated with the organization policies on rewards and recognition, 27 (27%) respondents agreed, 17 (17%) respondents were neutral, while 5 (5%) respondents strongly agreed (Table 4.11).










Source: Field data (2019)

From table 4.11 the results reveal that 60% of employees are satisfied and motivated by policies on rewards and recognition while others they are not satisfied and motivated. This reflects lack of equality for primary and secondary school teachers in the matter of HRM as concern. However the results reveal the findings of other researcher like the study of Hananiel and Oliandes (2019) on the Impact of Work Motivation, Work Engagement, and Job Satisfaction toward Job Performance in PT. XYZ Surabaya. From the study it was found that both, Job motivation and work engagement have positive significant effect to job satisfaction. Job satisfaction has positive significant effect to job performance. Also Job motivation and work Engagement has positive significant effect to job performance.


4.3.11 Rewards to employee who performs excellent job TC "4.3.11 Rewards to employee who performs excellent job" \f C \l "1" 
The study wanted to find out if the employer gives rewards to employee who performs excellent job. The findings provided the following results, 45 respondents (45%) agreed that employer gives rewards to employee who performs excellent job, 39 (39%) respondents disagree, 9 (9%) respondents strongly agreed while 7 (7%) respondents they were neutral (Table 4.12).









Source: Field data (2019)

From table 4.12 above 54% respondents agree that rewards was given to the employee who perform excellent job, however through focus group discussion it was discovered that the rewards given was not fair and equally distributed leaving out many employee. For instance form four and standard seven teachers only were rewarded for good performance of their students while other teachers who struggle enough to prepare the students from lower classes ware not recognized. The results reflect the results of other recent researcher such as Kashi, P etal (2019) on Evaluation of the employees’ engagement factors which shows that performance related pay, employee autonomy, behaviour of supervisor and open communication considered to be most influencing factors for employee engagement

4.3.12 Policies and plans to motivate employee TC "4.3.12 Policies and plans to motivate employee" \f C \l "1"  
The study wanted to find out if organization has policies and plans to motivate its employee for engagement and performance. The findings provided the following results, most respondents 46 (46%) disagreed that organization has policies and plans to motivate its employee for engagement and performance, 29 (29%) respondents agree, 19 (19%) respondents were neutral while 6 (6%) respondents they had strongly agreed (Table 4.13)








Source: Field data (2019)

From table 4.13 above, the results indicate that 46% of respondents disagree that there are policies and plans for employee engagement and performance. This group is more likely to be less engaged and underperforming in the organization. The findings support the study of Welbourne (2007), which revealed the importance of employee engagement while indicating that the number of employees who are actively engaged in their work is relatively low.  It was estimated that only 14-30% of employees in the United States are actively engaged at the work.

4.3.13 Payments according to duties, experience and qualification TC "4.3.13 Payments according to duties, experience and qualification" \f C \l "1" 



















Source: Field data (2019)

From table 4.14 above, 63% respondents disagree that they are paid according to their duties, experience and qualification. The situation will affect directly or indirect to their level of performance supported by the study of Meily (2018) which reveal that reward and recognition has effect to employee engagement by 28.6%.

4.3.14 Main factors affecting job engagement and performance as teacher TC "4.3.14 Main factors affecting job engagement and performance as teacher" \f C \l "1" 
The study wanted to find out main factors affecting job engagement and performance as teacher. The findings provided the following results, most respondents 70 (70%) said motivation as the main factor affecting job engagement and performance of teachers, 65 (65%) respondents said working environment, 46 (46%) respondents said promotion, 30 (30%) respondents said training while 18 (18%) respondents said respect is main factors affecting job engagement and performance as teacher  (Table 4.15)








Source: Field data (2019)





4.3.15 The best ways for motivating and creating engagement to teachers TC "4.3.15 The best ways for motivating and creating engagement to teachers" \f C \l "1" 
The study wanted to find out the best ways for motivating and creating engagement to teachers. The findings provided the following results, most respondents 71 (71%) said reward system, 64 (64%) said promotion 63 (63%) respondents said good working environment, 61 (61%) respondents said safety, peace and security, 32 (32%) said training and development while 23 (23%) respondents said recognition as the best ways for motivating and creating engagement to teachers (Table 4.16)

Table 4.16 Best ways for motivating and creating engagement to teachers TC "Table 4.16 Best ways for motivating and creating engagement to teachers" \f T \l "1" 
Response	Frequency	Percentage
Training and development	32	32%






Source: Field data (2019)

From table 4.16, the study found that the best ways to motivate teacher and creating engagement includes rewards system, training and development, safety, promotion, recognition and good working environment. The findings supported by the study of Dahkoul (2018) who argue that training have significant positive impact on employee engagement while employee engagement has significant positive impact on employee performance. In addition to that the finding also supports the previous research conducted by Jacobs et al. (2014) which stated that there is a significant positive relationship between intrinsic rewards and employee engagement in the retail industry in South Africa. Also, research conducted by Napitupulu and Irvianti (2012), Saks (2006) and Margaretha, Kartika and Widjaja (2015) which stated that rewards and recognition had a simultaneous and significant effect on employee engagement. Maslach et al. (2001) proposed that when a person lacks appreciation can cause burnout, therefore reward and recognition are for employee engagement

4.3.16 Main factors which discourage teachers to provide full efforts to the organization TC "4.3.16 Main factors which discourage teachers to provide full efforts to the organization" \f C \l "1" 







Table 4.17 Main factors which discourage teachers to provide full efforts TC "Table 4.17 Main factors which discourage teachers to provide full efforts" \f T \l "1"  
Response	Frequency	Percentage
Lack of training and development	32	32%





Source: Field data (2019)




4.3.17 Satisfaction with working environment and level of employee motivation TC "4.3.17 Satisfaction with working environment and level of employee motivation" \f C \l "1"  
The study wanted to find out the level of satisfaction of employee to their working environment and motivation. The findings provided the following results, most respondents 81 (81%) said no while 19 (19%) respondents yes (Table 4.18).






Source: Field data (2019)

From table 4.18 above, it reveals that majority 80% are not satisfied and motivated by their working environment in the council. When they were asked why they responded that it is caused by poor working environment, poor promotion, poor training and development, lack of recognition and safety. However, few of them 19% argue that they are satisfied due to flexibility of their work, job security and work life balance.

4.3.18 Organization greatest strengths TC "4.3.18 Organization greatest strengths" \f C \l "1" 
The study wanted to find out greatest strength of the organization. The findings provided the following results, most respondents 51 (51%) said none of the above which reveal that there is no any strength in the organization, 23 (23%) respondents said safety and security as the greatest strength of the organization, 21(21%) respondents said respect, the same to feedback in which 21(21%) responds. In addition to that 19 (19%) respondents said working conditions and environment 15 (15%) said motivation, 14 (14%) respondents said promotion as the greatest strength in the organization, 13 (13%) respondents said rewards system, 11 (11%) said training and development while the same 11 (11%) respondents said recognition and 6 (6%) respondents said all the above are the strengths of the organization (Table 4.19)











Working conditions and environment	19	19%
All the above	6	6%
None of the above	51	51%

Source: Field data (2019)

From table 4.19 above many respondents they do not see any strength in the organization meaning that, the organization is dominated by a number of weaknesses in relation to employee motivation. This is not good sign for organization towards employee engagement and performance.

4.3.19 Employee motivated and engaged by their role/workplace TC "4.3.19 Employee motivated and engaged by their role/workplace" \f C \l "1" 
The study wanted to find out how employees feel on their jobs or workplace. The findings show that 41 respondents (41%) agreed that they feel motivated and well engaged by their role/workplace, 38 (38%) respondents disagree, 12 (12%) respondents were neutral while 7 (7%) respondents they had strongly agreed (Table 4.20)









Source: Field data (2019)

From table 4.20 above50% respondents feel motivated by their role while 38% were not motivated by their job. This can affect engagement and achievements of employee in the organization. A proper managing employee motivation in the organization has positive effect to employee engagement and eventually sustained achievements since an engaged employee is one who is fully involved in, and enthusiastic about, his or her work, and thus will act in a way that furthers their organization’s interests. Paul, E (2017) 

4.3.20 Working environment TC "4.3.20 Working environment" \f C \l "1"  
The study wanted to find out the suitability and satisfaction of the employee to the working environment. The findings provided the following results, 59 respondents  (59%) disagreed that working environment good for them, 32 (32%) respondents agreed, 6 (6%) respondents neutral while 3 (3%) respondents said they strongly agreed. (Table 4.21).









Source: Field data (2019)

From table 4.21, the majority 59% of teachers disagree that environment is good for them to work. The findings reflect the reasons to why many teachers are not satisfied and motivated by their environment. (See table 4.23)

4.3.21 Equality on employee training TC "4.3.21 Equality on employee training" \f C \l "1" 
The study wanted to find out if there is equality on employee training in the organization. The findings provided the following results, most respondents 50(50%) disagreed that equality on employee training considered in the organization, 32 (32%) respondents agree, 12 (12%) respondents neutral while 6 (6%) respondents they had strongly agreed (Table 4.22).









Source: Field data (2019)
From table 4.22 above 50% of the respondent disagree that there is consideration in employee training in the council. This is more likely to affect to affect employee engagement and performance as supported by the study of Aon Hewitt Consulting (2011 a) on the trend in global employee engagement which shows that career opportunity increases employee engagement by 61% in the world, recognition by 40% while pay by 41% in Europe.
4.3.22 Greatest weaknesses that discourage engagement and performance TC "4.3.22 Greatest weaknesses that discourage engagement and performance" \f C \l "1" 
The study wanted to find out greatest weaknesses that discourage primary and secondary school teacher’s engagement and performance. The findings show that 43 respondents (43%) said that all mentioned sub-points are major weaknesses that discourage their engagement and performance, 37 (37%) respondents said promotion was the greatest weakness, 23(23%) respondents said training, 23(23%) respondents said motivation while 8 (8%) respondents said respect is the greatest weakness and 2 (2%) respondents said no weaknesses (Table 4.23)
Table 4.23 Greatest weaknesses that discourage engagement and performance TC "Table 4.23 Greatest weaknesses that discourage engagement and performance" \f T \l "1" 
Response	Frequency	Percentage





None of the above	2	2%

Source: Field data (2019)

From table 4.23 above, the results indicate that, the employees are discouraged to be well engaged and having better performance by poor promotion 37%, Training, 23%, motivation, 23% and respect 8%. This findings support several studies conducted regarding the effects of motivation on employee engagement. One of those studies is the study of Taj (2015) which examines employee engagement and its influence in performance in the public sector in Western Africa. The results have suggested that a significant relationship exists between the various factors that affect employee engagement and the performance of employees even in the public sector.  If the public sector keeps on ignoring the importance of employee engagement, it will continue to remain under-performed in comparison to the private sector. 

4.3.23 Equality and fairness on employee training and promotion TC "4.3.23 Equality and fairness on employee training and promotion" \f C \l "1" 














Source: Field data (2019)

From table 4.24 above, the results reveals that majority 76% they do not see in practice the principle of equality and fairness in employee training and development. This can be problem which will affect their engagement level and performance.


CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
5.0 CONCLUSION AND RECOMMENDATIONS OF THE STUDY
 TC "5.0 CONCLUSION AND RECOMMENDATIONS OF THE STUDY" \f C \l "1" 
5.1 Overview TC "5.1 Overview" \f C \l "1"  
A considerable number of items were covered by this study on examining the effects of motivation on employee engagement and performance. This chapter will focus first on the summary of the study; it will then draws up conclusion from the findings of the study. It will then provide recommendations and finally indicating areas for further research. 

5.2 Summary of Key Findings TC "5.2 Summary of Key Findings" \f C \l "1"  
Below are the findings from the research according to the research questions. 
(a) The research question one was "What is a relationship between the human motivation and employee engagement and performance in RDC?” The findings on this research question one shows that there is strong relationship between motivation and employee engagement and performance. 
(b) The research question two was “What are the main factors affecting employee engagement and performance?” The findings on research question two indicate that motivation is the main factor which affects employee engagement and performance. First of all feel engaged to their organizations and jobs as well as best performance through good working environment, training and development, recognition, respect, promotion and safety (Table 4.21). Secondly, employees become less engaged with very poor performance level in poor motivational organizations under which poor safety issues, lack of promotion, lack of recognition, poor working environment and lack of training and development are common problems (Table 4.23).  
(c) The research question three was “What are the best methods suitable for influencing employee engagement and performance?” The findings show that employee engagement and performance are influenced by training and development, safety, promotion, good working environment, motivation and recognition (Table 4.6 and 4.2).

5.3 Conclusions TC "5.3 Conclusions" \f C \l "1"  
Generally, it has been observed that, there is close relationship between motivation and employee engagement and performance. However, the study indicates clearly that motivation is positively and significantly influences employee engagement performance. Also the study shows that employee engagement and performance can be created by training and development, good working environment, recognition, promotion and safety. Failure to those basic motivational tools will negatively affect employee level of engagement and performance.
Also the three is employee perception that you can’t harvests without planting followed with proper care of your crops. Under this notion in relation to human resources management view, employee need to be well motivated through various policy, programs and tools for engagement and better performance in the organization.
Although LGAs’ are supposed to create and implement various employee motivation programs so as to encourage engagement and performance, they are still suffered by lack of enough funds, manpower, community support and environment. 
Further, although importance of employee motivation is well understood amongst the LGAs’, it is more theoretical rather than practical oriented. It is surprising that the teachers are neither paid for working extra time/hours nor recognized by using non-monetary rewards. 
It is important to stress that according to many respondents from this study; Rufiji district has seriously less engaged and underperformed employee (Teachers) as they are not happy with their job because they are not satisfied by their working environment and they are not satisfied with the rate of motivation due to inequality and lack of fairness in many HRM affairs.

5.4 Recommendations TC "5.4 Recommendations" \f C \l "1"  
From the presentations, discussions and conclusions of this study, the researcher makes several recommendations for future implementation, which he thinks once affected can help to create well engaged employee with best performance. 
Today's organizations having engaged employee become a greater challenges than ever before. Organizational leaders and managers must come up with best strategic, structural, financial, and operational changes to face the challenges and achieve competitive advantages through people. The ability to attract, engage, develop and retain talent will become increasingly important for gaining competitive advantage (Burke and Cooper, 2004). 
Importantly, there is serious need for putting much emphasis on employee motivation so as to facilitate engagement and better performance, In order to improve level of engagement and performance, councils should make sure that they formulate and put into practice employee motivation strategic plan which will reflect nature of environment, training and development, safety and reward system. They should also have a good program in place to motivate and retain their employee. 
Also there training for competence and development should frequently be carried out. The training programs should focus on both on job training and off job training programs. This is due to the argument that training has significant positive impact on employee engagement while employee engagement has significant positive impact on employee performance (Dahkoul, 2018).
As it was found out from the study that equality and fairness on employee training and promotion not well observes, researcher recommend that employee must be involved in planning and implementing training program as well as promotion preparation in order to remove notion of inequality and lack of fairness among the employee. Periodic meetings between employers, employer representatives with employees to air their grievances to the management on equality and fairness of the employee to serve as a motivating factor to the employees. 
In addition to that, researcher recommends taking special efforts to create positive work environment to make employees feel good about coming to work, and this provides the motivation to sustain them throughout the day which in turn influences engagement and performance. Both LGA’s and central government should try as much as possible to build a work environment that attracts, retain and motivate its employees so that to help them work comfortable and increase organization productivity. Employers should have in place a good working condition for their employees in order to boost their morale and made them more efficient. 
The LGA’s should come up with appropriate reward systems which are more strategic as they influence people’s attitudes, behavior and performance (Gomez-Mejia et al., 2010). Extrinsic rewards encourage an employee to be motivated to do the work by being rewarded because of its instrumental value while the organization’s emphasis on intrinsic rewards will also enhance an employee’s motivation due to the enjoyment of the work it-self.

5.5. Limitation of the Study TC "5.5. Limitation of the Study" \f C \l "1"  
This section indicates challenges faced by the researcher in the study process. The study was about analyzing the effects of motivation on employee engagement and performance: The case of Primary and Secondary School government teachers in Rufiji DC. 
The limitations of the study are those characteristics of design or methodology that impacted or influenced the interpretation of the findings from a research. They are the constraints on applications to practice, and/or utility of findings that are the result of the ways in which initially used to choose and design the study or the method used to establish internal and external validity or the result of unanticipated challenges that emerged during the study.
According to Dudovskiy, J (2018) the possible limitations are related to methodology and the research process and others are possible limitations of a researcher. The main limitations a researcher encounters while conducting this study was fluency in a language, the difference in language used by researcher and respondents has affected and limit the research work. Many respondents’ especially primary school teachers were faced with English language problem to respond effectively.
In this study, the researcher faced some challenges like lack of funds to visit some other wards found in the district in order to know how motivation affect engagement and performance of the teachers in those area. According to DED Rufiji have about 13wards 
Apart from financial constraints researcher was faced with limited time especially during data collection, data analysis and report writing. Also some secondary data were not easy to be accessed as there were kept as confidential. Some officials were unwilling to disclose the vital information in the guise that the information was sensitive. The researcher made an extra effort to seek permission to have access on that data. The limitations of the study have be minimized, reduced or controlled by acknowledged a study's limitations, keep in mind and consider that limitations is an opportunity to make suggestions for further research, limitations also provides researcher with an opportunity to demonstrate that that he thought critically about the research problem, understood the relevant literature published about it, and correctly assessed the methods chosen for studying the problem. 
5.6 Area for Further Research TC "5.6 Area for Further Research" \f C \l "1"  
The study explored only impact of motivation on employees’ motivation and performance to primary and secondary public school teachers at Rufiji DC. Therefore, other researchers should conduct study in other districts or central government as well as private sector to include all kind of employees. Also further study should aim to explore advantages which the organizations reap on improving employee engagement other than performance. This would reveal the actual situation teachers and other employee motivation strategies and would solve the engagement and performance problem in the LGA’s and central government.
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APPENDICES TC "APPENDICES" \f C \l "1" 
APPENDIX I: QUESTIONNAIRE FOR LOCAL GOVERNMENT STAFF
Introduction
Dear respondent, my name is Mussa Abdul Kitungi a student from the Open University of Tanzania pursuing Master of Human Resource Management. I am conducting a study on employee motivation and engagement in Rufiji District particularly on primary and secondary school departments. This research study will be guided by research topic “The impacts of motivation on employee engagement and performance”
I beg you to fill these questionnaires which are intended to explore the information about motivation, engagement and performance of teachers in Rufiji District.
As teacher the employee of Rufiji DC you are requested to answer questionnaires appropriately following the instruction given in accordance with the categories of questions in this paper. You are not required to write your name simply this is merely intended for academic use only. Please be assured that the researcher will abide by research ethics. All the information you provide will remain confidential and will not be used for other purposes rather than this research.

Do you agree to be interviewed? 
Yes 		No 	
(If you are agree to respond to this questionnaire, tick in the yes box and proceed)






2.	Age (Tick appropriate item)
A 	18-30 years	
B 	31 to 45 years	









4.	Level of education(Tick appropriate item)
A 	 Primary education	
B 	 Secondary education	
C	Certificate	
D 	 Ordinary diploma	






5.	Your working experience is between
A 	 0-5 years	
B 	6-10 years	
C 	10-20 years	
D	20 and above years	

PART II: Impact of motivation on employee engagement and performance 










I don’t  know	





































Working conditions and environment	
All the above	
None of the above	





























































None of the above	


















































24.	Are you satisfied with your working environment and level of employee motivation in this Council? If yes/no give five reasons for your answer:
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

Thank you for cooperation

APPENDIX II: Interview Guide For: DED, Head of Primary and Secondary Departments, Head of Human Resources Department, District School Quality Assurance Officer and Assistant Secretary Teachers Service Commission
Guiding questions
1.	What do you think would be the best ways to motivate teachers in this council?
2.	Does your council/department have the number of teachers that reflects your needs?
3.	To what extent your council/department have relevant employee motivation tools?
4.	What challenges do you face with regard to teachers motivation, engagement and performance?
5.	Do you pay your teachers for working extra time/hours?
6.	How do you motivate your teacher’s towards job engagement and performance?
7.	Does your department/council have staff motivation policy and programs?
8.	If yes in 7 above how does it relate and affect teacher’s engagement and performance?
9.	Which measures do you use to engage and retain teachers?
10.	Does your motivation program have any direct impact to employee engagement and performance? Explain how?
11.	What do you think are the main factors affecting teacher’s engagement and performance in your council/department?
12.	How do you compare the level of teacher’s engagement and performance before and after promotion?






Thank you for cooperation 

APPENDIX III: Interview Guide for District Chairman, Councilors, Ward Executive Officers and Ward Education Officers
Questions 
1.	For how long have you been holding this position?
2.	Are you aware of the council/ward teacher’s motivation program?
3.	Can you remember the major aspects used to motivate and influence teacher’s performance?
4.	In your experience what things have been improved after implementing motivation programs?
5.	In your opinion, what is the relationship between motivation and employee engagement and performance?
6.	What do you think are the main challenges facing teachers to perform better in this council?
7.	How do you explain level of teacher’s engagement and performance in the council/ward?
8.	How do you influence motivation and retention of good performing teachers?
9.	Do you see current motivation program suitable for teacher’s engagement and performance? Why?






(f)	Working conditions and environment

Thank you for cooperation 
APPENDIX IV: INTERVIEW GUIDE FOR FOCUS GROUP DISCUSSIONS
QUESTIONS





(d)	Work experience in public service
(e)	Years of working in Rufiji District Council
2.	What is motivation Programme?
3.	What are main aspects used to motivate teachers and create strong engagement and performance?
4.	Are there any motivation problems that affect teacher’s engagement and performance?
5.	To what extent has the motivation programs improved teachers engagement and performance in Rufiji District Council?
6.	Is the working environment motivates you to work in this council? Why?






(f)	Working conditions and environment

Thank you for cooperation 



